Anthony Rendon 

SPEAKER o/ the A S S E M B LY 

Sixty-Third Assembly District 


December 19, 2018 


Sebastian Ridley-Thomas 



Dear Mr. Ridley-Thomas: 


Vida Thomas, Esq., of Stoel Rives LLP, an outside, independent attorney conducted an 
investigation into complaints registered by two California State Assembly (“Assembly”) employees who 
asserted that you engaged in inappropriate behavior towards them while you served as an elected 
Assemblymember. The Assembly proceeded with completing this investigation even after receiving your 
notice of resignation for health reasons effective December 31,2017. Through this process, the Assembly 
is committed to improving the culture in the California Capitol as it pertains to any form of harassment. 

Ms. Thomas interviewed 15 individuals and reviewed pertinent documents obtained from the 
Assembly and some of the individuals who were interviewed including, but not limited to, yourself. Her 
Confidential Investigation Report is subject to the attorney-client privilege and neither you, nor the 
complainants are entitled to a copy. (See City of Petaluma v. Superior Court (2016) 248 Cal.App.4th 
1023, 1033-1035.) Ms. Thomas made factual findings regarding the allegations made against you, which 
are summarized below. 

The Assembly has a policy against sexual harassment. This policy is a strict, zero-tolerance 
policy prohibiting sexual harassment in the workplace. 

Allegation No. 1 : In early 2016, you shook and held the hand of a female Assembly employee in 
a manner that made her feel uncomfortable. 

Finding : Based on interviews, the Investigator determined that this allegation was substantiated, 
thai is, it is more likely than not that on one occasion in early 2016, you held an Assembly employee’s 
hand in a manner that made her feel uncomfortable. Your conduct violated California State Assembly 
Policy Against Sexual Harassment. 

Allegation No. 2 : You repeatedly winked at an Assembly employee in a manner that made her 
feel uncomfortable. 

Finding : Based on interviews, the Investigator determined that this allegation was substantiated, 
that is, it is more likely than not that on more than one occasion, you winked at an Assembly employee 
making her feel uncomfortable. Your conduct violated the California State Assembly Policy Against 
Sexual Harassment. 
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Allegation No. 5 : In August 2016, you made an unwanted sexual advance towards an Assembly 
employee. 


Finding : Based on interviews and documentary evidence, the Investigator determined that this 
allegation was substantiated, that is, it is more likely than not that this conduct occurred. Your conduct 
violated the California State Assembly Policy Against Sexual Harassment. 

Allegation No. 6 : You attempted to contact the Assembly employee identified in Allegation No. 
5 after the unwanted sexual advance. 

Finding : Based on interviews and documentary evidence, the Investigator determined that this 
allegation was substantiated, that is, it is more likely than not that this conduct occurred. Your conduct 
violated the California State Assembly Policy Against Sexual Harassment. 

A copy of the Assembly’s Policy Against Sexual Harassment is enclosed. 

In conclusion, I remind you that the Assembly and the law prohibit retaliation. You may not 
retaliate against anyone who you believe may have brought these complaints against you or anyone who 
you believe may have participated in the investigation. If it is determined that you have engaged in 
retaliatory conduct, that finding will be reported to the Chair and Vice Chair of the Rules Committee. 


Sincerely, 



California State Assembly 
Enclosure: 

- California State Assembly Policy Against Sexual Harassment 

cc: Assemblymember Marie Waldron, Republican Leader 

California State Assembly 
Assemblymember Kenneth Cooley, Chair 
California State Assembly Rules Committee 
Assemblymember Jordan Cunningham, Vice-Chair 
California State Assembly Rules Committee 
Diane Boyer-Vine, Legislative Counsel 


J via email (w/o enc.) 





pursuant to Pan IV. If a Member has violated the policy, 
the Chief Administrative Officer shall report to the Chair 
and Vice Chair pursuant to Part V 

Both parties shall be informed in writing of the outcome of the 
invesiigation immediately. 

Ifl. EIGHTS OF APPEAI 

The decision of the Chief Administrative Officer shall be final. 
However, the accused or the complainant may appeal this 
decision to the Chair and Vice-Chair of the Rules Committee 
by filing written objections with the Chief Administrative 
Officer within 10 working days of receipt of notification of the 
decision. If the Chair and Vice-Chair both determine that the 
accused or the complainant has been denied a lair evaluation of 
the complaint, the Chair and Vice-Chair shall direct the Chief 
Administrative Officer to take remedial action. Remedial action 
includes any of the forms of discipline or sanctions specified in 
Parts IV and V and may also include further investigation of 
the complaint. 

IV. DISCI in IN £ AC flT NAS ? AN EMPLOY EE 

Upor determination that a violation of this policy has occurred, 
the Chief Administrative Officer shall take appropriate 
corrective action, and shall also impose appropriate discipline 
on an employee which may include, but is not limited to, 
reprimand, suspension without pay, reduction in pay, demotion, 
or teimination. In addition, an employee may be required 
to participate in additional training or individual counseling 
aboui: sexual harassment and the responsibilities of personnel to 
main ain a working environment free from harassment. 

With n five working days after the expiration of the appeals 
period, the Chief Administrative Officer shall notify an 
employee found to have violated this policy of the discipline 
to be imposed. 

v sanctions against a member 

Upor receipt of a report by the Chief Administrative Officer 
that a Member has violated this policy, the Chair and Vice-Chair 
of tire Rules Committee shall consult with the Speaker and 
Mine rity Floor Leader to determine what further actions, if any, 
shall x taken. If appropriate, they may bring the matter before 
the Rules Committee in closed session. The Rules Committee 
may decide on discipline, including, but not limited to, 
additional training or counseling about sexual harassment and/ 
or a lecommendation to the Speaker to change the Members 
budgst(s), committee assignments, or leadership positions. 


The Rules Committee may also vote to present a resolution 
to the floor of the Assembly for the formal discipline of a 
Member. Formal discipline may include reprimand, censure, or 
expulsion. In addition, a Member may be required to participate 
in additional naming or individual counseling about sexual 
harassment and the responsibilities of supervisory personnel to 
maintain a working environment free from harassment. 

VI. NO flOiS ANl) R ECORD-KEEPING IN AT*. &k 3ES 

A, Natick a! Acts a si Taken 

The Rules Committee shall prompdy inform the complainant 
and the accused of the outcome of its investigation under this 
policy, including any corrective actions taken as a result of the 
complaint and investigation. The Rules Committee will limit 
the information conveyed in order to protect the reasonable 
expectations of privacy of the parties and witnesses. 

n Written Records to bo Maintained 

The Rules Committee shall keep written records for at least 
6 years of any supervisor’s reports, internal or external Rules 
Committee investigations, and any recommendations for 
discipline, corrective action, or sanctions made pursuant to 
this policy. 

ATE STATE AND E HD HR (VL CO MEEATft I’S 

In addition to or in lieu of filing a complaint with the Assembly 
under this policy, a person who believes that he or she has been 
subjected to sexual harassment in violation of law may file a 
complaint with the California Department of Fair Employment 
and Housing (DFEH) or the Federal Equal Employment 
Opportunity Commission (EEOC). A complaint with the 
DFEH generally must be filed within one year of the last act of 
harassment. A complaint with the EEOC must be filed within 
300 days of the last act of harassment. 

EEOC (800) 669-4000 TDD (4l 5) 744-7392 
DFEH (800) 884-1684 TDD (213) 897-2840 L.A. 

TDD (916) 324-1678 SAC 

No Assembly supervisor or Rules Committee investigator may 
attempt to dissuade any person from filing a complaint with the 
DFEH or the EEOC. To the contrary, an employee who is not 
satisfied with the complaint procedure outlined in this polity 
may pursue his or her claim with these outside agencies. 

VUE PERSONAL EIABTUTY 

A Member of the Assembly who is found liable by a court of law 
for acts or omissions constituting sexual harassment, as defined 
by law, or constituting retaliation pursuant to Part DC, may be 


personally liable to the plaintiff for the total judgment and for 
the costs of the Member’s defense (see Sec. 815.3, Gov, C.). 

Any employee of the Assembly who is found liable by a court 
of law for acts constituting sexual harassment, as defined by 
law, or constituting retaliation pursuant to Part IX, may be 
personally liable to the plaintiff for money damages awarded 
because of those acts. 

rx. RETALIATION LS PROHIBITED 

Retaliation for reporting sexual harassment, filing a complaint, 
or providing information or assisting in the investigation of 
any complaint of sexual harassment is prohibited by this policy 
and by law if the reporting employee reasonably believed, at 
the time of the reporting, that the conduct reported would 
constitute sexual harassment. Retaliation in any form is pro¬ 
hibited. Examples of retaliation include, but are not limited to, 
verbal abuse, reduction in pay, termination, refusal to hire, or 
any other adverse employment actions which are intended to 
have a detrimental effect on an employee and are substantially 
influenced by improper retaliatory motives. 

Retaliatory conduct is a separate violation of this policy and 
state and federal laws and is subject to the same procedures for 
investigation, discipline and sanctions that are applicable to 
sexual harassment. 

X, SELECTION OF COMF1 TANCE OFFICER AND 
OUTSIDE EM EYE!GATOR 

The Chief Administrative Officer shall make the selection of a 
Compliance Officer and shall select an outside investigator when 
one is needed from a list of candidates previously approved by 
the Chair and Vice-Chair of the Assembly Rules Committee. 

XI. NO EFFECT ON EMPLOYMENT RELATIONSHIP 
OR LEGAL REMEDIES 

Nothing in this policy shall alter the at-will employment 
relationship between the employee and the Assembly as set forth 
in the Personnel Policy Manual for Assembly Employees. 

Nothing in this policy shall create any new cause of action 
or waive, extend, or otherwise alter any applicable statute of 
limitations in state or federal law. 

Policy Adopted February 1993; revised July 1995; revised July 
1997; revised May 2001; revised July 2003; revised September 
2005; revised May 2007. 


(California Sfatr AssrmMu 

POLICY AGAINST 
SEXUAL HARASSMENT 

T c is the policy of the California State Assembly that sexual 
harassment in the workplace is prohibited. This policy is 
intended to prevent sexual harassment of Assembly employees 
and other persons with whom Assembly employees interact in 
the course and scope of their employment. The Assembly will 
take all reasonable steps to prevent harassment from occurring, 
and will take prompt and appropriate action when it knows that 
sexual harassment has occurred. 

Sexual harassment :n the workplace is also prohibited by state 
and federal law. Lkider the California Fair Employment and 
Housing Act, sexual harassment is in violation of the law if 
the harassment is sufficiently severe or pervasive as to alter 
the conditions of employment and create an abusive working 
environment, or if submission to conduct of a sexual nature 
is made eiiher explicitly or implicitly a term or condition 
of employment. Sexual harassment is prohibited in similar 
circumstances under federal law by Title VII of the Civil Rights 
Act of 1964. RetaEation for making a complaint or providing 
information about sexual harassment is also prohibited by 
California and federal law and Part IX of this policy. 

The sexual harassment policy of the Assembly imposes a stricter 
standard of conduct than that in state and federal law. It is a 
“zero tolerance” standard, prohibiting sexual harassment (defined 
below) even though the conduct may not be sufficiently severe or 
pervasive to constitute sexual harassment in violation of law. 

This policy does net create a contract. The Rules Committee 
may, in its discretion, discipline employees for conduct or follow 
procedures not described in this policy. 

A summary of this policy shall be posted in every office and 
distributed with the employee handbook. A copy of the policy 
shall be given to every employee upon employment, at the 
beginning of eveiy session, and whenever the policy is revised. 

Assembly Members and employees are required to participate in 
sexual harassment prevention training programs provided by the 
Assembly Rules Committee during the first six months of every 
session or within the first six months of employment. 



WHAT IS SEXUAl fiARASSMENH 

For purposes of this policy, sexual harassment includes unwanted 
sexual advances, requests for sexual favors, and other visual, 
verbal, or physical conduct of a sexual nature when: (1) 
submission to the conduct is made either an explicit or implicit 
term or condition of employment; (2) submission to or rejection 
of the conduct is used as the basis for an employment decision; 
or (3.1 the conduct has the purpose or effect of unreasonably 
interfering with an individual’s work performance or creating 
an in dmidating, hostile, or offensive work environment. 

Cone uct which violates this policy may take many forms and 
includes, but is not limited to, slurs, jokes, statements, gestures, 
pictures, or cartoons. Examples of conduct which may violate 
this policy also include requests for sexual favors, conversation 
containing sexual comments which would be offensive to a 
reasonable person of the same sex as the complainant, and 
unwelcome sexual advances. Specific examples of conduct which 
may be found to violate this policy are: 

1. Offering employment benefits in exchange for sexual favors. 

2. Making or threatening reprisals after a negative response to 
<exuai advances. 

3. Verbal sexual advances or propositions; or pressuring or 
persistendy asking an employee for dates. 

4. ’'Visual conduct: leering, sexual gestures, display of sexually 
suggestive objects or pictures, cartoons, calendars or posters. 

5- Verbal conduct: sexually degrading or derogatory comments, 
(pithets, slurs or jokes regarding a persons sex, sexual orientation, 
or physical appearance; frequently questioning someone about 
liis or her personal life and speculating about his or her sex life. 
6. 1 Written conduct: suggestive or obscene letters, notes, 

electronic mail messages, or invitations. 

7- Physical conduct: unwelcome touching, assault, or 
impeding or blocking normal movement. 

8. Other unwelcome conduct of a sexual nature which is 
unbecoming of an Assembly official or employee and 
which creates an intimidating, hostile or offensive work 
environment. 

Harassment may involve outside vendors, lobbyists, visitors or 
othei members of the public If the harassment is by a person 
who is not employed by the Assembly, or if a person who is not 
employed by the Assembly believes he or she has been harassed, 
the conduct should nevertheless be reported to one of the 
people listed below. 

Not all conduct which an employee may find offensive will 
necessarily violate this policy. For example, an ordinary social 
invitation to an employee, made under circumstances and in a 
manner that would not intimidate or offend a reasonable person 
of th; same sex under the same or similar circumstances, is not 


sexual harassment, even though the particular employee may 
find the conduct objectionable. 

WHAT TO DO IF YOU BELIEVE YOU HAVE BEEN 
$ F.XVA l .11 K A RAISED 

If you have been subjected to conduct of a sexual nature that is 
not welcome, you may choose to speak direedy with the person 
responsible for the conduct. This could be a quick and effective 
way to bring the offensive conduct to a halt. 

If you believe you are being sexually harassed or have been ex¬ 
posed to a sexually hostile work environment, you should bring 
the problem to the attention of one of the following people: your 
supervisor, the Member of the Assembly in whose office you 
work, a Compliance Officer, the Chief Administrative Officer, 
or any Member of the Rules Committee. If you receive a sexual 
harassment complaint or observe conduct in the workplace 
which you believe violates this policy, you should notify one of 
these same people. Complaints of sexual harassment should 
be reported as soon as possible after the incident or incidents 
have occurred. You are not required to notify your supervisor 
first, especially if your supervisor is the individual whom you 
believe is doing the harassing. 

ASSEMBLY RULES COMMITTEE COMPLAINT' POLICY 
AND PROCEDURES 

All complaints of sexual harassment reported to the Assembly 
Rules Committee within one year of the harassment will be 
investigated by the Rules Committees designated representative. 
The Rules Committees designated representative will promptly 
investigate these claims and, if necessary, appropriate corrective 
action will be taken. The complainant and the accused will 
be interviewed. Other employees and witnesses may also be 
interviewed if circumstances warrant. 

In most cases, the Rules Committees designated representative 
will attempt to resolve the problem internally. If internal reso¬ 
lution is not feasible or appropriate, the Assembly Rules Com¬ 
mittee’s Chief Administrative Officer may initiate an external 
investigation, with specific findings. If the complaint is found 
to have merit, disciplinary action may be recommended. 

If a complaint involves a Member of the Rules Committee or 
a Rules Committee administrative staff person, the Member or 
staff person shall recuse himself or herself from participation in 
the investigation and disposition of the complaint. Complaints 
against Rules Committee administrative staff shall be referred 
to Legislative Counsel for resolution pursuant to this policy and 
Legislative Counsel’s findings and recommendations shall be 
reported to the Chair and Vice Chair of the Rules Committee. 


For purposes of this policy, 11 Rules Committee administrative 
staff” means the Chief Administrative Officer, the Deputy Ad¬ 
ministrative Officer, the Fiscal Officer and Chief Counsel. 

The Rules Committee will strive to limit disclosure of any com¬ 
plaint to those directly concerned, consistent with its duty of 
fairness to the people involved and its duty to prevent harassment 
from occurring in the future. However, complete confidentiality 
cannot he guaranteed. 

In determining whether or not particular conduct violates this 
policy, the Rules Committee’s designated representative will 
take into account the totality of the circumstances in each case, 
including the severity and nature of the conduct, the frequency 
of the conduct, and the total number of days over which all of 
the conduct occurred. In addition, the Assembly prohibits retalia¬ 
tion against any employee for making a complaint or cooperating 
in an investigation. As set forth below, retaliation is a separate 
violation of this policy and the law. 

T. INTERNAL INVEST!GAT'ION AXD RTSOLl/TION 

A. Internal Irrvwtigntion ami Ei^a Orion by i Supervisor 

If a complaint of harassment is initially brought to the atten¬ 
tion of a supervisor, the supervisor may attempt to resolve the 
problem within 10 working days, or may immediately refer the 
matter to a Compliance Officer. If the supervisor attempts to 
resolve the problem and either the complainant or the accused 
rejects the proposed resolution, the supervisor shall report 
both the complaint and the proposed resolution promptly to a 
Compliance Officer. If the supervisor successfully resolves the 
problem, both the complaint and its resolution shall be reported 
promptly to a Compliance Officer. 

TL Internal Investigation and by the Rules 

Committee 

Any unresolved complaint of harassment brought to the atten¬ 
tion of the Rules Committee shall be investigated and, where 
appropriate, effective corrective action shall be taken. The Rules 
Committee in its sole discretion may investigate the complaint 
through internal procedures, and will complete these procedures 
within 21 working days whenever possible. 

A Compliance Officer, or other person designated by the Rules 
Committee, will conduct an internal investigation. The internal 
investigator will interview and take statements from the com¬ 
plainant, the accused, and as appropriate, other individuals. The 
internal investigator will attempt to verify the veracity of the 
statements provided and may review other evidence. The Rules 
Committee will strive to keep the investigation confidential to the 
extent possible. Disciplinary action pursuant to Section IV of this 
policy may be imposed under the internal resolution procedure. 


Upon completion of an internal investigation, either an em¬ 
ployee, applicant or independent contractor who has reported a 
complaint or the accused may request that the matter be handled 
through the external resolution procedure ou dined below. If an 
external investigation is initiated, the internal investigator shall 
prepare a written report for the Chief Administrative Officer, 
including a summary of the internal investigation and copies 
of the statements provided. 

At any rime the Chief Administrative Officer, a Compliance 
Officer, or Legislative Counsel in a matter involving a complaint 
against Rules Committee administrative staff, may decide that 
any claim is to be handled through the external investigation 
and resolution procedure. 

IL EXTERNAl IVVKSITGAI i()N AND RESOLUTION 

The Rules Committee’s Chief Administrative Officer will initi¬ 
ate an external investigation under the following guidelines: 

A. Interviews and InTrmxi'Tn Gathering 

1. If the internal resolution procedure has not resolved the 
complaint an outside investigator will review all reasonably 
available evidence and will interview the complainant, 
the accused, and as appropriate, other individuals with 
information on the matter. 

2. The investigator will attempt to complete the investigation 
within 90 calendar days. The Chief Administrative Officer 
may exerdse sole discretion to extend the rime for completion 
of the investigation. 

3. The Rules Committee will strive to keep the investigation 
confidential to the extent possible. 

4. The matter may be resolved internally at any time during 
the external resolution procedure. 

TL Findings and Recommendations 

At the conclusion of the investigation, the investigator shall 
prepare a written report of findings of fact, and shall file the 
report with the Chief Administrative Officer. 

1. If the Chief Administrative Officer determines that the facts 
found by the investigator do not constitute a violation of 
this policy, the investigation is complete. 

2. If the Chief Administrative Officer determines that the 
facts found by the investigator constitute a violation of 
this policy, the Chief Administrative Officer shall promptly 
notify the Chair and Vice-Chair of the Rules Committee 
of the determination that a violation of this policy has 
occurred. If an employee has violated the policy, the 
Chief Administrative Officer shall also notify the Chair 
and Vice-Chair of any corrective action that the Chief 
Administrative Officer proposes to take, and any discipline 
that the Chief Administrative Officer proposes to impose 
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Vida Thomas, Esq., of Stoel Rives LLP, an outside, independent attorney conducted an 
investigation into your complaints regarding former Assemblymember Sebastian Ridley-Thomas 
while he was serving as an elected Assemblymember. As you may know, Mr. Ridley-Thomas 
resigned for health reasons in December 2017, as the Assembly representative for California’s 54 th 
Assembly District. Notwithstanding this fact, the Assembly proceeded with the investigation. 
Through this process, the Assembly is committed to improving the culture in the California Capitol 
as it pertains to any form of harassment. 

Ms. Thomas interviewed 15 individuals and reviewed pertinent documents obtained from the 
Assembly and some of the individuals who were interviewed. Her Confidential Investigation Report 
is subject to the attorney-client privilege and neither you, nor Mr. Ridley-Thomas is entitled to a 
copy. (See City of Petaluma v. Superior Court (2016) 248 Cal.App.4 th 1023, 1033-1035.) Ms. 
Thomas made factual findings regarding your allegations, which are summarized below. 

The Assembly has a policy against sexual harassment. This policy is a strict, zero-tolerance 
policy prohibiting sexual harassment in the workplace. 

Allegation No. I : In early 2016, then Assemblymember Sebastian Ridley-Thomas shook 
and held your hand in a manner that made you feel uncomfortable. 

Finding : Based on interviews, the Investigator determined that this allegation was 
substantiated, that is, it is more likely than not that on one occasion in early 2016, then 
Assemblymember Sebastian Ridley-Thomas held your hand in a manner that made you feel 
uncomfortable. Then Assemblymember Ridley-Thomas’ conduct violated the California State 
Assembly Policy Against Sexual Harassment. 

Allegation No. 2 : Assemblymember Sebastian Ridley-Thomas repeatedly winked at you in a 
manner that made you feel uncomfortable. 

Finding : Based on interviews, the Investigator determined that this allegation was 
substantiated, that is, it is more likely than not that on more than one occasion, Assemblymember 
Sebastian Ridley-Thomas winked at you making you feel uncomfortable. Then Assemblymember 

Capitol Office: State Capitol, Room 219 * Sacramento, CA ii ■ _*(916] 319-2063 • Fax [916] 319-2163 

District Office: 4909 Lakewood Boulevard, l 11 i i i > t 1 li.\ ; i y hons £562} 529-3250 * Fax £562) 529-3255 
WebSite: asmdc.org/ • i * E-Mail: Speaker.Rendon@assbmbly.ca.gov 

O '<£***+■* 





December 19,2018 
Page 2 


Sebastian Ridley-Thomas’ conduct violated the California State Assembly Policy Against Sexual 
Harassment. 



A copy of the Assembly’s Policy Against Sexual Harassment is enclosed. 


In conclusion, I re min d you that the Assembly and the law prohibit retaliation. If in the 
future you believe you are experiencing retaliation because you came forward with this complaint, 
please notify the Assembly’s Human Resources Director, Tosha Cherry. On the other hand, you may 
not retaliate against anyone who you believe may have participated in the investigation. Further, if 
you believe anyone else who may have participated in this investigation has become a victim of 
retaliation because of their participation in this process, please notify Ms. Cherry immediately. 

I thank you for coming forward with your concerns which could not have been easy or 
comfortable for you. 


Sincerely, 



California State Assembly 


Enclosure: 

- California State Assembly Policy Against Sexual Harassment 

cc: Assemblymember Marie Waldron, Republican Leader 

California State Assembly 
Assemblymember Kenneth Cooley, Chair 
California State Assembly Rules Committee 
Assemblymember Jordan Cunningham, Vice-Chair 
California State Assembly Rules Committee 
Diane 3oyer-Vine, Legislative Counsel 


|- via email (w/o enc.) 




pursuant to Part IV. If a Member has violated the policy, 
the Chief Administrative Officer shall report to the Chair 
and Vice Chair pursuant to Part V 

Both j»arties shall be informed in writing of the outcome of the 
investigation immediately. 

I!I. FIGHTS 01 : APPEAL 

The decision of the Chief Administrative Officer shall be final. 
However, the accused or the complainant may appeal this 
decision to the Chair and Vice-Chair of the Rules Committee 
by filing written objections with the Chief Administrative 
Office r within 10 working days of receipt of notification of the 
decision. If the Chair and Vice-Chair both determine that the 
accused or the complainant has been denied a fair evaluation of 
the complaint, the Chair and Vice-Chair shall direct the Chief 
Administrative Officer to take remedial action. Remedial action 
induces any of the forms of disdpline or sanctions specified in 
Parts V and V and may also indude further investigation of 
the complaint. 

: S'. E ISO PI XNE AG AI AST \N EMPLOYEE 

Upon determination that a violation of this policy has occurred, 
the Chief Administrative Officer shall take appropriate 
corrective action, and shall also impose appropriate disdpline 
on an employee which may include, but is not limited to, 
reprimand, suspension without pay, reduction in pay, demotion, 
or termination. In addition, an employee may be required 
to panicipate in additional training or individual counseling 
about sexual harassment and the responsibilities of personnd to 
maintain a working environment free from harassment. 

Within five working days after the expiration of the appeals 
period, the Chief Administrative Officer shall notify an 
employee found to have violated this policy of the disdpline 
to be imposed. 

V. S ANCTIONS AGAINST A MEMBER 

Upon recdpt of a report by the Chief Administrative Officer 
that a Member has violated this policy, the Chair and Vice-Chair 
of the Rules Committee shall consult with the Speaker and 
Mino rity Floor Leader to determine what further actions, if any, 
shall be taken. If appropriate, they may bring the matter before 
the Rules Committee in dosed session. The Rules Committee 
may decide on discipline, including, but not limited to, 
additional training or counseling about sexual harassment and/ 
or a recommendation to the Speaker to change the Member’s 
budget(s), committee assignments, or leadership positions. 


The Rules Committee may also vote to present a resolution 
to the floor of the Assembly for the formal discipline of a 
Member. Formal disdpline may indude reprimand, censure, or 
expulsion. In addition, a Member may be required to partidpate 
in additional training or individual counseling about sexual 
harassment and the responsibilities of supervisory personnel to 
maintain a working environment free from harassment. 

\ 1. NO FI CHS AN D R ECORD - KEEPING IN AIT. CAS ES 

A, Notice of Action liken 

The Rules Committee shall promptly inform the complainant 
and the accused of the outcome of its investigation under this 
policy, induding any corrective actions taken as a result of the 
complaint and investigation. The Rules Committee will limit 
the information conveyed in order to protect the reasonable 
expectations of privacy of the parties and witnesses. 

3 \X rkttt' Rccdtifs w be Maintained 

The Rules Committee shall keep written records for at least 
6 years of any supervisor’s reports, internal or external Rules 
Committee investigations, and any recommendations for 
discipline, corrective action, or sanctions made pursuant to 
this policy. 

VII. STATE AND FEDERAL COMPLAINTS 

In addition to or in lieu of filing a complaint with the Assembly 
under this policy, a person who believes that he or she has been 
subjected to sexual harassment in violation of law may file a 
complaint with the California Department of Fair Employment 
and Housing (DFEH) or the Federal Equal Employment 
Opportunity Commission (EEOC). A complaint with the 
DFEH generally must be filed within one year of the last act of 
harassment. A complaint with the EEOC must be filed within 
300 days of the last act of harassment. 

EEOC (800) 669-4000 TDD (415) 744-7392 
DFEH (800) 884-1684 TDD (213) 897-2840 L.A. 

TDD (916)324-1678 SAC. 

No Assembly supervisor or Rules Committee investigator may 
attempt to dissuade any person from filing a complaint with the 
DFEH or the EEOC. To the contrary, an employee who is not 
satisfied with the complaint procedure outlined in this policy 
may pursue his or her daim with these outside agencies. 

ATI I. P ERS O NAL LIABILITY 

A Member of the Assembly who is found liable by a court of law 
for acts or omissions constituting sexual harassment, as defined 
by law, or constituting retaliation pursuant to Pan DC, may be 


personally liable to the plaintiff for the total judgment and for 
the costs of the Member’s defense (see Sec. 815.3, Gov. C.). 

Any employee of the Assembly who is found liable by a court 
of law for acts constituting sexual harassment, as defined by 
law, or constituting retaliation pursuant to Pan IX, may be 
personally liable to the plaintiff for money damages awarded 
because of those acts. 

IX. RETALIATION IS PROHIBITED 

Retaliation for reporting sexual harassment, filing a complaint, 
or providing information or assisting in the investigation of 
any complaint of sexual harassment is prohibited by this policy 
and by law if the reporting employee reasonably believed, at 
the time of the reporting, that the conduct reported would 
constitute sexual harassment. Retaliation in any form is pro¬ 
hibited. Examples of retaliation include, but are not limited to, 
verbal abuse, reduction in pay, termination, refusal to hire, or 
any other adverse employment actions which are intended to 
have a detrimental effect on an employee and are substantially 
influenced by improper retaliatory motives. 

Retaliatory conduct is a separate violation of this policy and 
stare and federal laws and is subject to the same procedures for 
investigation, discipline and sanctions that are applicable to 
sexual harassment. 

X. SELECTION OF COMPLIANCE OFFICER AND 
OFFSIDE INYES IT GAT O R 

The Chief Administrative Officer shall make the selection of a 
Compliance Officer and shall select an outside investigator when 
one is needed from a list of candidates previously approved by 
the Chair and Vice-Chair of the Assembly Rules Committee. 

Xi NO EFFECT ON F.MPI OYMENT RELATIONS!IIP 
OR LEGAL REMEDIES 

Nothing in this policy shall alter the at-will employment 
relationship between the employee and the Assembly as set forth 
in the Personnel Policy Manual for Assembly Employees. 

Nothing in this policy shall create any new cause of action 
or waive, extend, or otherwise alter any applicable statute of 
limitations in state or federal law. 

Policy Adopted February 1993; revised July 1995; revised July 
1997; revised May 2001; revised July 2003; revised September 
2005; revised May 2007. 
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POLICY AGAINST 
SEXUAL HARASSMENT 

J t is the policy of the California State Assembly that sexual 
harassment in the workplace is prohibited. This policy is 
intended to prevent sexual harassment of Assembly employees 
and other persons with whom Assembly employees interact in 
the course and scope of their employment. The Assembly will 
take all reasonable steps to prevent harassment from occurring, 
and will take prompt and appropriate action when it knows that 
sexual harassment has occurred. 

Sexual harassment in the workplace is also prohibited by stare 
and federal law. Under the California Fair Employment and 
Housing Act, sexual harassment is in violation of the law if 
the harassment is sufficiently severe or pervasive as to alter 
the conditions of employment and create an abusive working 
environment, or if submission to conduct of a sexual nature 
is made either explicitly or implicidy a term or condition 
of employment. Sexual harassment is prohibited in similar 
circumstances under federal law by Tide VII of the Civil Rights 
Act of 1964. Retaliation for making a complaint or providing 
information about sexual harassment is also prohibited by 
California and federal law and Part IX of this policy. 

The sexual harassment policy of the Assembly imposes a stricter 
standard of conduct than that in state and federal law. It is a 
“zero tolerance” standard, prohibiting sexual harassment (defined 
below) even though the conduct may not be sufficiently severe or 
pervasive to constitute sexual harassment in violation of law. 

This policy does not create a contract. The Rules Committee 
may, in its discretion, discipline employees for conduct or follow 
procedures not described in this policy. 

A summary of this policy shall be posted in every office and 
distributed with the employee handbook. A copy of the policy 
shall be given to every employee upon employment, at the 
beginning of every session, and whenever the policy is revised. 

Assembly Members and employees are required to participate in 
sexual harassment prevention training programs provided by the 
Assembly Rules Committee during the first six months of every 
session or within the first six months of employment. 



WHAT IS SEXUAL HARASSMENT: 

For purposes of this policy, sexual harassment includes unwanted 
sexual advances, requests for sexual favors, and other visual, 
verbal, or physical conduct of a sexual nature when: (1) 
submission to the conduct is made either an explicit or implicit 
terni or condition of employment; (2) submission to or rejection 
of the conduct is used as the basis for an employment decision; 
or (3' the conduct has the purpose or effect of unreasonably 
interfering with an individual’s work performance or creating 
an ini imidating, hostile, or offensive work environment. 

Conduct which violates this policy may take many forms and 
includes, but is not limited to, slurs, jokes, statements, gestures, 
pictures, or cartoons. Examples of conduct which may violate 
this policy also include requests for sexual favors, conversation 
containing sexual comments which would be offensive to a 
reasonable person of the same sex as the complainant, and 
unwe come sexual advances. Specific examples of conduct which 
may be found to violate this policy a re: 

1. Offering employment benefits in exchange for sexual favors. 

2. Making or threatening reprisals after a negative response to 
sexual advances. 

3. Verbal sexual advances or propositions; or pressuring or 
p ersistendy asking an employee for dates. 

4. Msual conduct: leering, sexual gestures, display of sexually 
suggestive objects or pictures, cartoons, calendars or posters. 

5. Verbal conduce sexually degrading or derogatory comments, 
e pithets, slurs or jokes regarding a persons sex, sexual orientation, 
c r physical appearance; frequently questioning someone about 
I is or her personal life and speculating about his or her sex life. 

6. Written conduct: suggestive or obscene letters, notes, 
electronic mail messages, or invitations. 

7. Physical conduct: unwelcome touching, assault, or 
impeding or blocking normal movement. 

8. Other unwelcome conduct of a sexual nature which is 
tnbecoming of an Assembly official or employee and 
which creates an intimidating, hostile or offensive work 
environment. 

Hara: sment may involve outside vendors, lobbyists, visitors or 
other members of the public. If the harassment is by a person 
who is not employed by the Assembly, or if a person who is not 
employed by the Assembly believes he or she has been harassed, 
the conduct should nevertheless be reported to one of the 
people listed below. 

Not :ill conduct which an employee may find offensive will 
necessarily violate this policy. For example, an ordinary social 
invitation to an employee, made under circumstances and in a 
mann er that would not intimidate or offend a reasonable person 
of the same sex under the same or similar circumstances, is not 


sexual harassment, even though the particular employee may 
find the conduct objectionable. 

WHAT TO DO If YOU BELIEVE YOU HAVE BEEN 
SHXUAl.n HARASSED 

If you have been subjected to conduct of a sexual nature that is 
not welcome, you may choose to speak direedy with the person 
responsible for the conduct. This could be a quick and effective 
way to bring the offensive conduct to a halt. 

If you believe you are being sexually harassed or have been ex¬ 
posed to a sexually hostile work environment, you should bring 
the problem to the attention of one of the following people: your 
supervisor, the Member of the Assembly in whose office you 
work, a Compliance Officer, the Chief Administrative Officer, 
or any Member of the Rules Committee. If you receive a sexual 
harassment complaint or observe conduct in the workplace 
which you believe violates this polity, you should notify one of 
these same people. Complaints of sexual harassment should 
be reported as soon as possible after the incident or incidents 
have occurred. You are not required to notify your supervisor 
first, especially if your supervisor is the individual whom you 
believe is doing the harassing. 

ASSEMBLY RULES COMMITTEE COMP! MAT PGtJCA - 
AND PROCEDURES 

All complaints of sexual harassment reported to the Assembly 
Rules Committee within one year of the harassment will be 
investigated by the Rules Committee’s designated representative. 
The Rules Committee’s designated representative will promptly 
investigate these claims and, if necessary, appropriate corrective 
action will be taken. The complainant and the accused will 
be interviewed. Other employees and witnesses may also be 
interviewed if circumstances warrant. 

In most cases, the Rules Committee’s designated representative 
will attempt to resolve the problem internally. If internal reso¬ 
lution is not feasible or appropriate, the Assembly Rules Com¬ 
mittees Chief Administrative Officer may initiate an external 
investigation, with specific findings. If the complaint is found 
to have merit, disciplinary action may be recommended. 

If a complaint involves a Member of the Rules Committee or 
a Rules Committee administrative staff person, the Member or 
staff person shall recuse himself or herself from participation in 
the investigation and disposition of the complaint. Complaints 
against Rules Committee administrative staff shall be referred 
to Legislative Counsel for resolution pursuant to this policy and 
Legislative Counsel’s findings and recommendations shall be 
reported to the Chair and Vice Chair of the Rules Committee. 


For purposes of this policy, “Rules Committee administrative 
staff” means the Chief Administrative Officer, the Deputy Ad¬ 
ministrative Officer, the Fiscal Officer and Chief Counsel. 

The Rules Committee will strive to limit disclosure of any com¬ 
plaint to those direedy concerned, consistent with its duty of 
fairness to the people involved and its duty to preven t harassment 
from occurring in the future. However, complete confidentiality 
cannot be guaranteed. 

In determining whether or not particular conduct violates this 
policy, the Rules Committee’s designated representative will 
take into account the totality of the circumstances in each case, 
including the severity and nature of the conduct, the frequency 
of the conduct, and the total number of days over which all of 
the conduct occurred. In addition, the Assembly prohibits retalia¬ 
tion against any employee for making a complaint or cooperating 
in an investigation. As set forth below, retaliation is a separate 
violation of this policy and the law. 

L INTERNAL TNATLSTICa HON AND RESOLUTION 

A. Erierasf Investigation and Resolution by a Supervisor 

If a complaint of harassment is initially brought to the atten¬ 
tion of a supervisor, the supervisor may attempt to resolve the 
problem within 10 working days, or may immediately refer the 
matter to a Compliance Officer. If the supervisor attempts to 
resolve the problem and either the complainant or the accused 
rejects the proposed resolution, the supervisor shall report 
both the complaint and the proposed resolution promptly to a 
Compliance Officer. If the supervisor successfully resolves the 
problem, both the complaint and its resolution shall be reported 
promptly to a Compliance Officer. 

IT Internal Investigation and Resolution by the Rules 
Committee 

Any unresolved complaint of harassment brought to the atten¬ 
tion of the Rules Committee shall be investigated and, where 
appropriate, effective corrective action shall be taken. The Rules 
Committee in its sole discretion may investigate the complaint 
through internal procedures, and will complete these procedures 
within 21 working days whenever possible. 

A Compliance Officer, or other person designated by the Rules 
Committee, will conduct an internal investigation. The internal 
investigator will interview and take statements from the com¬ 
plainant, the accused, and as appropriate, other individuals. The 
internal investigator will attempt to verify the veracity of the 
statements provided and may review other evidence. The Rules 
Committee will strive to keep the investigation confidential to the 
extent possible. Disciplinary action pursuant to Section IV of this 
policy may be imposed under the internal resolution procedure. 


Upon completion of an internal investigation, either an em¬ 
ployee, applicant or independent contractor who has reported a 
complaint or the accused may request that the matter be handled 
through the external resolution procedure outlined below. If an 
external investigation is initiated, the internal investigator shall 
prepare a written report for the Chief Administrative Officer, 
including a summary of the internal investigation and copies 
of the statements provided. 

At any time the Chief Administrative Officer, a Compliance 
Officer, or Legislative Counsel in a matter involving a complaint 
against Rules Committee administrative staff, may decide that 
any claim is to be handled through the external investigation 
and resolution procedure. 

IE F-SfERNAI INVESTIGATION AND 

The Rules Committee’s Chief Administrative Officer will initi¬ 
ate an external investigation under the following guidelines: 

A. Interview* and Information Gathering 

1. If the internal resolution procedure has not resolved the 
complaint an outside investigator will review all reasonably 
available evidence and will interview the complainant, 
the accused, and as appropriate, other individuals with 
information on the matter. 

2. The investigator will attempt to complete the investigation 
within 90 calendar days. The Chief Administrative Officer 
may exercise sole discretion to extend the rime for completion 
of the investigation. 

3. The Rules Committee will strive to keep the investigation 
confidential to the extent possible. 

4. The matter may be resolved internally at any time during 
the external resolution procedure. 

R- Fin.dmgs and Recommendations 

At the conclusion of the investigation, the investigator shall 
prepare a written report of findings of fact, and shall file the 
report with the Chief Administrative Officer. 

1. If the Chief Administrative Officer determines that the facts 
found by the investigator do not constitute a violation of 
this policy, the investigation is complete. 

2. If the Chief Administrative Officer determines that the 
facts found by the investigator constitute a violation of 
this policy, the Chief Administrative Officer shall promptly 
notify the Chair and Vice-Chair of the Rules Committee 
of the determination that a violation of this policy has 
occurred. If an employee has violated the policy, the 
Chief Administrative Officer shall also notify the Chair 
and Vice-Chair of any corrective action that the Chief 
Administrative Officer proposes to take, and any discipline 
that the Chief Administrative Officer proposes to impose 
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SPEAKER of the ASSEMBLY 
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Vida Thomas, Esq., of Stoel Rives LLP, an outside, independent attorney conducted an 
investigation into your complaints regarding former Assemblymember Sebastian Ridley-Thomas 
while he was serving as an elected Assemblymember. As you may know, Mr. Ridley-Thomas 
resigned for health reasons in December 2017, as the Assembly representative for California’s 
54 th Assembly District. Notwithstanding this fact, the Assembly proceeded with the 
investigation. Through this process, the Assembly is committed to improving the culture in the 
California Capitol as it pertains to any form of harassment. 

Ms. Thomas interviewed 15 individuals and reviewed pertinent documents obtained from 
the Assembly and some of the individuals who were interviewed including, but not limited to, 
yourself. Her Confidential Investigation Report is subject to the attorney-client privilege and 
neither you, nor Mr. Ridley-Thomas is entitled to a copy. (See City of Petaluma v. Superior 
Court (2016) 248 Cal.App.4th 1023, 1033-1035.) Ms. Thomas made factual findings regarding 
your allegations, which are summarized below. 

The Assembly has a policy against sexual harassment. This policy is a strict, zero- 
tolerance policy prohibiting sexual harassment in the workplace. 

Allegation : In August 2016, then Assemblymember Sebastian Ridley-Thomas made an 
unwanted sexual advance towards you. 

Finding : Based on interviews and documentary evidence, the Investigator determined 
that this allegation was substantiated, that is, it is more likely than not that this alleged conduct 
did occur. Then Assemblymember Sebastian Ridley-Thomas’ conduct violated the California 
State Assembly Policy Against Sexual Harassment. 

Allegation : Then Assemblymember Sebastian Ridley-Thomas attempted to contact you 
after the unwanted sexual advance. 

Finding : Based on interviews and documentary evidence, the Investigator determined 
that this allegation was substantiated, that is, it is more likely than not that this conduct occurred. 

Capitol Office: State Capitol, Room 219 ■ Sacramento, CA 95814 ■ Phone (916) 319-2063 * Fax (916) 319-2163 
District Office: 4909 Lajceiyood Boulevard, Suite 400 * Lakewood, CA 90712 * P he tie (562) 529-3250 ■ Fax ^562^ 529-3255 
WebSite: asmdc.org/Spkaker ■ E-Mail: Speaker.Rendon@assembly.ca.gov 
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Then Assemblymember Sebastian Ridley-Thomas’ conduct violated the California State 
Assembly Policy Against Sexual Harassment. 

A copy of the Assembly’s Policy Against Sexual Harassment is enclosed. 

In conclusion, I remind you that the Assembly and the law prohibit retaliation. If in the 
future you believe you are experiencing retaliation because you came forward with this 
complaint, please notify the Assembly’s Human Resources Director, Tosha Cherry. On the other 
hand, you may not retaliate against anyone who you believe may have participated in the 
investigation. Further, if you believe anyone else who may have participated in this investigation 
has become a victim of retaliation because of their participation in this process, please notify 
Ms. Cherry immediately. 

I thank you for coming forward with your concerns which could not have been easy or 
comfortable for you. 


Sincerely, 



California State Assembly 
Enclosure: 

- California State Assembly Policy Against Sexual Harassment 

cc: Assemblymember Marie Waldron, Republican Leader 

California State Assembly 
Assemblymember Kenneth Cooley, Chair 
California State Assembly Rules Committee 
Assemblymember Jordan C unningh am, Vice-Chair 
California State Assembly Rules Committee 
Diane Boyer-Vine, Legislative Counsel 


|- via email (w/o enc.) 



pursuant to Part TV. If a Member has violated the policy, 
the Chief Administrative Officer shall report to the Chair 
and Vice Chair pursuant to Pan V. 

Both parties shall be informed in writing of the outcome of the 
invesiigation immediately. 

III. RIGHTS OF APPEAL 

The decision of the Chief Administrative Officer shall be final. 
Howi.'ver, the accused or the complainant may appeal this 
decision to the Chair and Vice-Chair of the Rules Committee 
by filing written objections with the Chief Administrative 
Officer within 10 working days of receipt of notification of the 
decision. If the Chair and Vice-Chair both determine that the 
accused or the complainant has been denied a lair evaluation of 
the complaint, the Chair and Vice-Chair shall direct the Chief 
Administrative Officer to take remedial action. Remedial action 
includes any of the forms of discipline or sanctions specified in 
Parts IV and V and may also include further investigation of 
the aim plaint. 

IV. DISCI P LINE AG AT NST AN LMPLOVTE 

Upon determination that a violation of this policy has occurred, 
the Chief Administrative Officer shall take appropriate 
corrective action, and shall also impose appropriate discipline 
on an employee which may include, but is not limited to, 
reprimand, suspension without pay, reduction in pay, demotion, 
or termination. In addition, an employee may be required 
to participate in additional training or individual counseling 
abou: sexual harassment and the responsibilities of personnel to 
maintain a working environment free from harassment. 

Within five working days after the expiration of the appeals 
pericd, the Chief Administrative Officer shall notify an 
empbyee found to have violated this policy of the discipline 
to be imposed. 

v; SANCTIONS AGAINST A MEMBER 

Upon receipt of a report by the Chief Administrative Officer 
that £ Member has violated this policy, the Chair and Vice-Chair 
of the Rules Committee shall consult with the Speaker and 
Minority Floor Leader to determine what further actions, if any, 
shall be taken. If appropriate, they may bring the matter before 
the Rules Committee in closed session. The Rules Committee 
may decide on discipline, including, but not limited to, 
additional training or counseling about sexual harassment and/ 
or a recommendation to the Speaker to change the Member’s 
budget(s), committee assignments, or leadership positions. 


The Rules Committee may also vote to present a resolution 
to the floor of the Assembly for the formal discipline of a 
Member. Formal discipline may include reprimand, censure, or 
expulsion. In addition, a Member may be required to participate 
in additional training or individual counseling about sexual 
harassment and the responsibilities of supervisory personnel to 
maintain a working environment free from harassment. 

VI. NO HCF.S AND RECORD-KEEPING L\ ALL CASES 

A, Notice «! Action Taken 

The Rules Committee shall promptly inform the complainant 
and the accused of the outcome of its investigation under this 
policy, including any corrective actions taken as a result of the 
complaint and investigation. The Rules Committee will limit 
the information conveyed in order to protect the reasonable 
expectations of privacy of the parties and witnesses. 

ID NvAttor Records to he M?J$$ained 

The Rules Committee shall keep written records for at least 
6 years of any supervisors reports, internal or external Rules 
Committee investigations, and any recommendations for 
discipline, corrective action, or sanctions made pursuant to 
this policy. 

VII. 5 FATE AND FED BRAL COMPLAINTS 

In addition to or in lieu of filing a complaint with the Assembly 
under this policy, a person who believes that he or she has been 
subjected to sexual harassment in violation of law may file a 
complaint with the California Department of Fair Employment 
and Housing (DFEH) or the Federal Equal Employment 
Opportunity Commission (EEOC). A complaint with the 
DFEH generally must be filed within one year of the last act of 
harassment. A complaint with the EEOC must be filed within 
300 days of the last act of harassment. 

EEOC (800) 669-4000 TDD (415) 744-7392 
DFEH (800) 884-1684 TDD (213) 897-2840 L.A. 

TDD (916) 324-1678 SAC. 

No Assembly supervisor or Rules Committee investigator may 
attempt to dissuade any person from filing a complaint with the 
DFEH or the EEOC. To the contrary, an employee who is not 
satisfied with the complaint procedure outlined in this policy 
may pursue his or her claim with these outside agencies. 

VIII. PERSONAL LIABILITY 

A Member of the Assembly who is found liable by a court of law 
for acts or omissions constituting sexual harassment, as defined 
by law, or constituting retaliation pursuant to Pan IX, may be 


personally liable to the plaintiff for the total judgment and for 
the costs of the Member’s defense (see Sec. 815-3, Gov. C.). 

Any employee of the Assembly who is found liable by a coun 
of law for acts constituting sexual harassment, as defined by 
law, or constituting retaliation pursuant to Pan IX, may be 
personally liable to the plaintiff for money damages awarded 
because of those acts. 

TX RETALIATION IS PROHIBITED 

Retaliation for reponing sexual harassment, filing a complaint, 
or providing information or assisting in the investigation of 
any complaint of sexual harassment is prohibited by this policy 
and by law if the reporting employee reasonably believed, at 
the time of the reponing, that the conduct reponed would 
constitute sexual harassment. Retaliation in any form is pro¬ 
hibited. Examples of retaliation include, but are not limited to, 
verbal abuse, reduction in pay, termination, refusal to hire, or 
any other adverse employment actions which are intended to 
have a detrimental effect on an employee and are substantially 
influenced by improper retaliatory motives. 

Retaliatory conduct is a separate violation of this policy and 
state and federal laws and is subject to the same procedures for 
investigation, discipline and sanctions that are applicable to 
sexual harassment. 

X SELECTION OF COMPLIANCE OFFICER AND 
O CTSIDE INVESTIGATOR 

The Chief Administrative Officer shall make the selection of a 
Compliance Officer and shall select an outside investigator when 
one is needed from a list of candidates previously approved by 
the Chair and Vice-Chair of the Assembly Rules Committee. 

XL NO EFFECT ON EMPLOVvIBNT RELATIONSHIP 
OR LEGAL REMEDIES 

Nothing in this policy shall alter the at-will employment 
relationship between the employee and the Assembly as set forth 
in the Personnel Policy Manual for Assembly Employees. 

Nothing in this policy shall create any new cause of action 
or waive, extend, or otherwise alter any applicable statute of 
limitations in state or federal law. 

Polity Adopted February 1993; revised July 1995; revised July 
1997; revised May 2001; revised July 2003; revised September 
2005; revised May 2007. 
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POLICY AGAINST 
SEXUAL HARASSMENT 

T t is the policy of the California State Assembly that sexual 
.1. harassment in the workplace is prohibited. This policy is 
intended to prevent sexual harassment of Assembly employees 
and other persons with whom Assembly employees interact in 
the course and scope of their employment. The Assembly will 
take all reasonable steps to prevent harassment from occurring, 
and will take prompt and appropriate action when it knows that 
sexual harassment has occurred. 

Sexual harassment in the workplace is also prohibited by state 
and federal law. Under the California Fair Employment and 
Housing Act, sexual harassment is in violation of the law if 
the harassment is sufficiently severe or pervasive as to alter 
the conditions of employment and create an abusive working 
environment, or if submission to conduct of a sexual nature 
is made either explicitly or implicidy a term or condition 
of employment. Sexual harassment is prohibited in similar 
circumstances under federal law by Title VII of the Civil Rights 
Act of 1964. Retaliation for making a complaint or providing 
information about sexual harassment is also prohibited by 
California and federal law and Pan IX of this policy. 

The sexual harassment policy of the Assembly imposes a stricter 
standard of conduct than that in state and federal law. It is a 
"zero tolerance” standard, prohibiting sexual harassment (defined 
below) even though the conduct may not be sufficiently severe or 
pervasive to constitute sexual harassment in violation of law. 

This policy does not create a contract. The Rules Committee 
may, in its discretion, discipline employees for conduct or follow 
procedures not described in this policy. 

A summary of this policy shall be posted in every office and 
distributed with the employee handbook. A copy of the policy 
shall be given to every employee upon employment, at the 
beginning of every session, and whenever the policy is revised. 

Assembly Members and employees are required to participate in 
sexual harassment prevention training programs provided by the 
Assembly Rules Committee during the first six months of every 
session or within the fiist six months of employment. 




WHAT IS SEXUAL UARANSMENn 

For purposes of this policy, sexual harassment indudes unwanted 
sexual advances, requests for sexual favors, and other visual, 
verbal, or physical conduct of a sexual nature when: (1) 
subrr ission to the conduct is made either an explidt or implicit 
term or condition of employment; (2) submission to or rejection 
of the conduct is used as the basis for an employment decision; 
or (3) the conduct has the purpose or effect of unreasonably 
interfering with an individual’s work performance or creating 
an intimidating, hostile, or offensive work environment. 

Conduct which violates this policy may take many forms and 
includes, but is not limited to, slurs, jokes, statements, gestures, 
pictures, or cartoons. Examples of conduct which may violate 
this policy also indude requests for sexual favors, conversation 
combining sexual comments which would be offensive to a 
reasonable person of the same sex as the complainant, and 
unwelcome sexual advances. Specific examples of conduct which 
may be found to violate this policy are: 

1. Offering employment benefits in exchange for sexual favors. 

2. Making or threatening reprisals after a negative response to 
sexual advances. 

3. Verbal sexual advances or propositions; or pressuring or 
]>ersistently asking an employee for dates. 

4. "'/lsual conduct: leering, sexual gestures, display of sexually 
suggestive objects or pictures, cartoons, calendars or posters. 

5. Verbal conduct: sexually degrading or derogatory comments, 
< pithec, slurs or jokes regarding a person’s sex, sexual orientation, 
or physical appearance; frequently questioning someone about 
liis or her personal life and speculating about his or her sex life. 

6. "Written conduct: suggestive or obscene letters, notes, 
electronic mail messages, or invitations. 

7- Physical conduct: unwelcome touching, assault, or 
impeding or blocking normal movement. 

8. Other unwelcome conduct of a sexual nature which is 
unbecoming of an Assembly official or employee and 
which creates an intimidating, hostile or offensive work 
environment. 

Harassment may involve outside vendors, lobbyists, visitors or 
other members of the public. If the harassment is by a person 
who is not employed by the Assembly, or if a person who is not 
employed by the Assembly believes he or she has been harassed, 
the conduct should nevertheless be reported to one of the 
people listed below. 

Not all conduct which an employee may find offensive will 
necessarily violate this policy. For example, an ordinary social 
invitation to an employee, made under circumstances and in a 
manner that would not intimidate or offend a reasonable person 
of the same sex under the same or similar circumstances, is not 


sexual harassment, even though the particular employee may 
find the conduct objectionable. 

WHAT 70 DO IF YOU RELIEVE 7 0U HAVE BEEN 
SEXUAt 1Y H \ LASS ED 

If you have been subjected to conduct of a sexual nature that is 
not welcome, you may choose to speak directly with the person 
responsible for the conduct. This could be a quick and effective 
way to bring the offensive conduct to a halt. 

If you believe you are being sexually harassed or have been ex¬ 
posed to a sexually hostile work environment, you should bring 
the problem to the attention of one of the following people: your 
supervisor, the Member of the Assembly in whose office you 
work, a Compliance Officer, the Chief Administrative Officer, 
or any Member of the Rules Committee. If you receive a sexual 
harassment complaint or observe conduct in the workplace 
which you believe violates this policy, you should notify one of 
these same people. Complaints of sexual harassment should 
be reported as soon as possible after the incident or incidents 
have occurred. You are not required to notify your supervisor 
first, especially if your supervisor is the individual whom you 
believe is doing the harassing. 

ASST- STB! Y RULES COMMITTEE COMPLAINT POLICY 
AND PROCEDURES 

All complaints of sexual harassment reported to the Assembly 
Rules Committee within one year of the harassment will be 
investigated by the Rules Committees designated representative. 
The Rules Committee’s designated representative will promptly 
investigate these claims and, if necessary, appropriate corrective 
action will be taken. The complainant and the accused will 
be interviewed. Other employees and witnesses may also be 
interviewed if circumstances warrant. 

In most cases, the Rules Committees designated representative 
will attempt to resolve the problem internally. If internal reso¬ 
lution is not feasible or appropriate, the Assembly Rules Com¬ 
mittee’s Chief Administrative Officer may initiate an external 
investigation, with specific findings. If the complaint is found 
to have merit, disciplinary action may be recommended. 

If a complaint involves a Member of the Rules Committee or 
a Rules Committee administrative staff person, the Member or 
staff person shall recuse himself or herself from participation in 
the investigation and disposition of the complaint. Complaints 
against Rules Committee administrative staff shall be referred 
to Legislative Counsel for resolution pursuant to this policy and 
Legislative Counsels findings and recommendations shall be 
reported to the Chair and Vice Chair of the Rules Committee. 


For purposes of this policy, “Rules Committee administrative 
staff” means the Chief Administrative Officer, the Deputy Ad¬ 
ministrative Officer, the Fiscal Officer and Chief Counsel. 

The Rules Com mi nee will strive to limit disclosure of any com¬ 
plaint to those directly concerned, consistent with its duty of 
fairness to the people involved and its duty to prevent harassment 
from occurring in the future. However, complete confidentiality 
cannot be guaranteed. 

In determining whether or not particular conduct violates this 
policy, the Rules Committee’s designated representative will 
take into account the totality of the circumstances in each case, 
including the severity and nature of the conduct, the frequency 
of the conduct, and the total number of days over which all of 
the conduct occurred. In addition, the Assembly prohibits retalia¬ 
tion against any employee for making a complaint or cooperating 
in an investigation. As set forth below, retaliation is a separate 
violation of this policy and the law. 

L INTERNAL INWESTICATlOtf AND RESOLUTION 

A E;::ernai investigation arul Ri-solulioa by a Supervisor 

If a complaint of harassment is initially brought to the atten¬ 
tion of a supervisor, the supervisor may attempt to resolve the 
problem within 10 working days, or may immediately refer the 
matter to a Compliance Officer. If the supervisor attempts to 
resolve the problem and either the complainant or the accused 
rejects the proposed resolution, the supervisor shall report 
both the complaint and the proposed resolution promptly to a 
Compliance Officer. If the supervisor successfully resolves the 
problem, both the complaint and its resolution shall be reported 
promptly to a Compliance Officer. 

3. In rerun! In-vesrigstion and Resolution by the Rules 
Committee 

Any unresolved complaint of harassment brought to the atten¬ 
tion of the Rules Committee shall be investigated and, where 
appropriate, effective corrective action shall be taken. The Rules 
Committee in its sole discretion may investigate the complaint 
through internal procedures, and will complete these procedures 
within 21 working days whenever possible. 

A Compliance Officer, or ocher person designated by the Rules 
Committee, will conduct an internal investigation. The internal 
investigator will interview and take statements from the com¬ 
plainant, the accused, and as appropriate, other individuals. The 
internal investigator will attempt to verify the veracity of the 
statements provided and may review other evidence. The Rules 
Committee will strive to keep the investigation confidential to the 
extent possible. Disciplinary action pursuant to Section IV of this 
policy may be imposed under the internal resolution procedure. 


Upon completion of an internal investigation, either an em¬ 
ployee, applicant or independent contractor who has reported a 
complaint or the accused may request that the matter be handled 
through the external resolution procedure outlined below. If an 
external investigation is initiated, the internal investigator shall 
prepare a written report for the Chief Administrative Officer, 
including a summary of the internal investigation and copies 
of the statements provided. 

At any time the Chief Administrative Officer, a Compliance 
Officer, or Legislative Counsel in a matter involving a complaint 
against Rules Committee administrative staff, may decide that 
any claim is to be handled through the external investigation 
and resolution procedure. 

IL EX r REN AT INVES LIGATION AND EESOI l) [ TON' 

The Rules Committees Chief Administrative Officer will initi¬ 
ate an external investigation under the following guidelines: 

A, Iorer\ I (rv.\ and Information Gathering 

1. If the internal resolution procedure has not resolved the 
complai nt an outside investigator will review all reasonably 
available evidence and will interview the complainant, 
the accused, and as appropriate, other individuals with 
information on the matter. 

2. The investigator will attempt to complete the investigation 
within 90 calendar days. The Chief Administrative Officer 
may exercise sole discretion to extend the time for completion 
of the investigation. 

3- The Rules Committee will strive to keep the investigation 
confidential to the extent possible. 

4. The matter may be resolved internally at any time during 
the external resolution procedure. 

T.I. Findings and Recommendations 

At the conclusion of the investigation, the investigator shall 
prepare a written report of findings of fact, and shall file the 
report with the Chief Administrative Officer. 

1. If the Chief Administrative Officer determines that the facts 
found by the investigator do not constitute a violation of 
this policy, the investigation is complete. 

2. If the Chief Administrative Officer determines that the 
facts found by the investigator constitute a violation of 
this policy, the Chief Administrative Officer shall promptly 
notify the Chair and Vice-Chair of the Rules Committee 
of the determination that a violation of this policy has 
occurred. If an employee has violated the policy, the 
Chief Administrative Officer shall also notify the Chair 
and Vice-Chair of any corrective action that the Chief 
Administrative Officer proposes to take, and any discipline 
that the Chief Administrative Officer proposes to impose 





Assembly Rules Committee - Human Resources Office 

Note to File 


Date: 

October 27,2017 

Employee(s): 



Office: 


Job Title: 


HR Staff Person: 

ShaRhonda Clark ("Clark") 

Issue Description: 

concerns of possible inappropriate 

behavior 


ITU reported that notified him over one year ago 

that she had an uncomfortable experience with Assemblymember Sebastian Ridley - 
Thomas ("Ridley-Thomas”). reported that Ridley-Thomas said hello, winked, 






Assembly Rules Committee - Human Resources Office 

Note to File 


Date: 

November 13, 2017 

Employee(s): 


Office: 


Job Title: 


HR Staff Person: 

ShaRhonda Clark ("Clark") 

Issue Description: 

Concerns of possible inappropriate behavior 






Ridley-Thomas has taken a liking to me and made me feel uncomfortable. He shakes hands 
and lingers a little too long. He goes out of his way to talk to me. He winked at me. 




Assembly Rules Committee — Human Resources Office 

Note to File 


Date: 

Employee (s): 
Office: 

Job Title: 

HR Staff Person: 


Issue Description: 


11/16/17 



Debra Gravert, Chief Administrative Officer 
Tosha Cherry, Human Resources Director 
Complaint against Assemblymember Sebastian Ridley- 
Thomas 



I met him at approximately 6:30pm. We sat on the patio. 


He then moved to sit next to me. I was 
sitting on a bench. He said he had always been obsessed with me, didn’t I know that? I said no. He held my hand 
when i got up to leave. 


| It made me very uncomfortable, 
walked me to my car and 


| he basically kissed 


me. He tried to put his tongue in my mouth. I could feel his erect penis on my leg. I told him I wasn’t interested. I 


He called my cell phone several times after this incident. I told 
in the car. He sent textsH|HHHB| 


Once he called 


















